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FSA NEWSLETTER 

1995 



From The Editor 


Out with the old, in with the new. New 
Year’s editorials must be philosophical, so 
here it is: half-baked, tender, and a little 
flaky. 


When I look back over 1994 I feel, well, 
schizophrenic. From the cosy perspective of 
my computer, in my office, it seems life is 
good. It wasn’t so long ago that people 
dreamed of a bright future of instant 
communication, easy travel, and ready 
control over vast sources of information: a 
‘global village’ where we could all talk and 
learn from each other. And here we 
are— zooming down the info-bahn with 
glowing vistas of opportunity on all sides. 



But if the future is here and now, why 
are people everywhere clinging with bloody 
fingers to the past, to their backgrounds, 
fundamentalist faiths, ethnic traditions, 
tribalism? The news is depressingly full of 
fighting Russians, Africans, etc. An upsurge 
of reactionary-ism and violence threatens on 
all sides— and on the home front against 
women, in clinics and on the street. As 
feminism struggles for a foot-hold in the 
Third World, in the First it is on the 
defensive against a militant backlash. 


The world appears to be going to hell in 
a particularly ugly handbasket, indeed. The 


repercussions of rapid social change itself (as 
generated by constant advances brought on by 
science and technology) are creating further 
barriers between peoples everywhere. 

Perhaps our brains have not changed 
quickly enough to match the altered realities 
brought on by our brilliant technology. 
Perhaps they can’t. Maybe we are, deep 
down in those atavistic neurons, so 
programmed for continuity and stability that 
repeated disturbances in the pattern are 
perceived somehow as life-threatening. How 
else can we explain the rising tide of 
antagonism to change? 

Anyway, for the new year I resolve: 
never to use the term ‘information anything’ 
again, and not to worry about flesh-eating 
bacteria. As for predictions?: yes, Prince 
Charles will divorce, and market a line of 
men’s fragrances called Gormless ("it smells 
like nothing at all"); O.J. will win an Oscar 
for best actor; we’ll see the advent of mixed- 
sports leagues (hockey teams playing football 
teams, etc.); and— going way out on the 
limb— the cafeteria will make a really good 
pasta salad. 

Happy 1995? 

-Richard Dubanski 



Letter to the Editor 


I note with interest your inclusion of the 
article by Ben D’ Andrea in the Nov/Dec 
edition of Words & Vision. D’Andrea’s 
comments, "In the Halls of Academe" were 
published originally in The Vancouver Sun, 
November 15, 1994. 

I am concerned that articles such as 
these, which either over simplify, distort or 
are basically erroneous with respect to the 
concept of tenure in universities, may be 
taken seriously. 

In the first place, tenure never did, does 
not, and hopefully never will provide an 
"absolute guarantee of lifelong employment." 
Tenure is first earned and then awarded to a 
professor by the university for one purpose, 
to ensure protection against arbitrary 
dismissal which is initiated by the 
unconventionality or unpopularity of the ideas 
promoted in his/her research, writing or 
teaching. In other words, tenure provides the 
intellectual freedom necessary to pursue ideas 
relevant to one’s discipline without fear or 
favour. In this regard it complements the 
concept of institutional autonomy which 
provides for the traditional independence of 
universities (and university-colleges) to carry 
out their traditional independence of 
universities, transmission and application of 
knowledge. In doing this work these 
institutions are essential elements in the 
preservation of a free and democratic society. 

The decision to award tenure in Canadian 
universities is based upon an extensive and 
intensive review of the quality of an 
applicant’s academic record over five to 
seven years, and his/her potential to make a 


significant contribution to the strength and 
balance of the department in the future. 

Tenure does not protect an individual 
against financial exigency suffered by the 
university, or when a department is 
discontinued because of its inability to attract 
students, or its lack of quality or relevance to 
the goals of the institution. Tenure certainly 
does not protect an incompetent, unethical or 
irresponsible teacher or researcher, who can 
be dismissed after appropriate procedures 
have been followed. 

In 1986, the Senate of the University of 
British Columbia, as a consequence of 
financial constraint, was required to 
recommend the discontinuation of a number 
of academic units. As a result, the 
employment of several professors, both 
tenured and untenured, was terminated after 
consideration on an individual basis with the 
administration. Your readers may be 
interested in reading a detailed account of this 
event entitled "Universities Under Financial 
Crisis: The Case of British Columbia, " 
which I prepared for Higher Education . Vol. 
16, 1987. 

With regard to the current situation in 
Alberta, so graphically described by Mr. 

D’ Andrea, little needs to be said. Virtually 
all Canadian universities have already 
accommodated the Alberta government’s 
concerns by incorporating articles in their 
collective agreements which define processes 
to ensure that a financial exigency truly 
exists, and that senates can recommend 
program reductions for legitimate academic 
reasons. If, as a consequence, professors are 
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■-> released, reasonable compensation can be 
Vw negotiated with the administration. 

I am sure that, as a university-college, 
your institution will have to address the issues 
raised in this letter if it has not already done 
so. 


My compliments on a most informative 
publication which I always read with great 
interest. All the best for 1995. 

-John D. Dennison 
Professor Emeritus of Higher Education 
University of British Columbia 


President’s Report 


Change, growth, and UCFV— nouns 
occurring so often in the same phrase that 
they have become idiomatic in our workplace 
discourse. We have been saturated with 
information identifying the stresses and 
strains we are experiencing as this institution 
continues to evolve. The problem has been 
described; action is what we require now. 

While contributing assiduously to the 
information flow, the FSA has also identified 
some remedies and been lobbying actively for 
their implementation. The UCFV Staff and 
Faculty Development Centre suggested by 
past president Cheryl Dahl, and adopted by 
management in the reorganization draft 
presented to UCC this January, is one such 


remedy. Below you will find another, 
fleshing out the centre’s mandate. It responds 
to the problems faced by members 
implementing and adapting to technological 
and structural changes in their work, by 
members who perform an increasing load of 
administrative and supervisory duties, and by 
all members working to sustain and enhance 
their professional lives. 

Please take the time to look over this 
proposal and then send me your comments, 
suggestions and criticisms. They will all be 
considered in revising what has been done so 
far, and developing the next stages of this 
proposal, suggesting how to transform these 
ideas into action. 

-Diane Griffiths 


DRAFT PROPOSAL FOR THE UCFV DEVELOPMENT CENTRE 
1. INTRODUCTION 

The Association of Canadian Community Colleges, in a recent study of the colleges as 
employers, challenges college employers to model the principle that "human resource development 
is truly a value-added investment in business and industry." Focusing on the need for institutions 
which train and educate the Canadian workforce to stay in the forefront of emerging technology, 
the ACCC says staff development is critical if colleges are "to address the emergent training needs 
of the Canadian workforce." 
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The ACCC study directly addresses the need for trades and technical program staff to remain _ ✓ 

current in their fields. At UCFV people in these programs actively engage in updating their skills 
and knowledge— limited, of course, by increasing budgetary constraints, and by inadequate funding 
for programs which require intensive, on-going investments of capital to remain current. These are 
problems the college must find ways of addressing. 

Modelling the "human resource development" the ACCC calls for has broader implications for 
colleges such as UCFV, however. Supporting an effective and flexible work force, one which 
develops and embraces useful technical innovations, in an institution offering a broad range of 
programs requires a commitment to the total college workforce. And, while all UCFV employees 
require on-going opportunities to master relevant new technological applications, our professional 
development needs go far beyond the ACCC’s emphasis on technological currency. UCFV’s 
reputation as an educational institution has been built through the quality of its faculty and support 
staff, both of whom have a long tradition of commitment to the educational excellence of this 
institution. A comprehensive understanding of human resource development would support this 
commitment. 

An adequately funded and equipped development centre would meet many of our technological 
training needs, with the minimum of disruption for employees and to the performance of duties. 

Through an expanded understanding of employee development, this centre would also become a 
resource for information and education in other professional development issues of growing 
importance to UCFV. These issues (some of which are outlined below) must be addressed if 
UCFV is to remain an invigorating, rewarding, and sought-after place to work. ^ 

2. URGENT ISSUES AT UCFV 

The Effects of Growth 

Two of the issues here are closely related. UCFV has developed an administrative model 
based on the traditions of higher education. Thus two fundamental principles of department and 
program administration here are 1) those performing this function should be active educators, and 
2) this collegial model is best sustained through the practice of rotating program and department 
head duties among the members of a department or program area. As existing departments and 
programs have grown, and new ones have been added, faculty who do not have extensive 
experience with processes governed by the collective agreement, college policy or UCFV tradition 
are being selected to perform the functions of area/department head. 

In addition, UCFV remains committed to a flat administrative structure as it continues rapidly 
to expand program offerings, and develop specialized support areas. As a result, program and 
department heads, and other first line supervisors have had to assume more administrative and 
supervisory responsibilities. Administrative skills and effective supervisory techniques are learned, 
not innate, yet at present there is no coherent educational program in place to help those who are 
selected to perform these functions learn to do so effectively. Trial and error, the least effective 
and most stressful method of learning these duties, is often the means by which new heads master 
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Effectively integrating new arrivals at UCFV into the culture and systems of the institution is 
another need that the development centre would be well-placed to address. The personnel office, 
often in co-operation with the FSA, currently offers orientation seminars and material to new 
employees every fall. Through the centre, this and other relevant information could be made 
available to employees who start work at other points in the year, or who are unable to attend 
these sessions. The centre could also assist departments and programs with developing orientation 
packages specific to their areas, where these would be useful. 

Teaching Excellence at UCFV 

For UCFV to maintain its excellence as a teaching institution, more institutional support and 
resources must be dedicated to assisting faculty to pursue a wide range of activities intended to 
inform and invigorate their teaching. The development centre, through becoming the identified 
place to which requests for information and assistance would be directed, would be able to develop 
a college-wide profile of faculty’s professional needs and concerns. From this, the centre would 
develop and coordinate seminars and material on a variety of other professional issues of interest 
to faculty. (The centre would assume responsibility, then, for organizing and obtaining speakers 
for the current "Wednesday Series.") It would maintain current material from granting agencies, 
assist faculty in applying to these and other sources of external funding, and research and distribute 
information on sources of support used by faculty at other institutions. The centre would also 
assist faculty to share their scholarly activity experiences with others. 


UCFV DEVELOPMENT CENTRE 
PROPOSED COURSES/SEMINARS 

What follows is not intended as a complete list of offerings from the UCFV Development 
Centre. Your alterations and additions are not only welcome— they are imperative in developing a 
centre which addresses our real and urgent needs. Please take the time to send them along. 

1. UCFV AND YOU SERIES 

Orientation to the Institution 

The Traditions of Higher Education: The Organizational Structure at UCFV 
Getting Things Done: Introduction to Services at UCFV 

Taking Care of Yourself Series 

The UCFV Benefits Package 

No Ones’ Getting Younger: Retirement Planning 
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2. TECHNOLOGY IN THE UCFV WORKPLACE 


Working with UCFV Information Handling Systems 

Intro to Datatel 

Specialized Datatel Applications Series: Various courses 
Telephone-based Communications 

Using Aspen 

Working with FAX machines 
Electronic Communications 


Using the Electronic Mail System 
Exploring the Internet 

Standard Software Applications 

Introductory Applications Series: Various courses 
Advanced Applications Series: Various courses 


3. EFFECTIVE DECISION MAKING AT UCFV 


Administrative Functions Series 

Understanding and Forming Budgets 

Effective Supervision: Basic Supervisory Responsibilities 

Understanding the Purpose and Process of Evaluations 

Working with SACs, Contracts, and the Collective Agreement: Hiring at UCFV 
An Administrator’s Guide to Working with the Governing Committees at UCFV 

Being a Board Member at UCFV (One day workshop) 

Traditions of Higher Education: the Organization Structure at UCFV (from UCFV 
and You Series) 

Role of the Board Member: Management, Staff and You 
Conflict of Interest and Ethics Guidelines 
Legal Aspects of Board Membership 
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4. LEGAL AND PROFESSIONAL ISSUES AT UCFV 

Workplace Issues Series: 

Accommodating Diversity 

Maintaining a Harassment-free Workplace 

Violence in the Workplace 

Implications of the Freedom of Information Act 

Ethical and Professional Relationships 

Ethical and Effective Communications with Students: 

a) for those in instructional roles 

b) for those in non-instructional roles 

Working Successfully with Others: Fostering Collegial Relationships 

Pedagogical Issues 

Instructional Skills Workshop Series 
Writing Across the Curriculum at UCFV 
Internationalizing the Curriculum 

Professional Development Series 

Planning Your Career Path (Staff) 

The Scholarly Instructor: Options for Scholarly Activity at the University College 

-Diane Griffiths 


Faculty Grievance Chair Report 


Student complaints appear to be 
increasing. This has been attributed to the 
ever-growing student body, an emergent 
assertiveness by students, and the presence of 
a cadre of degree-completion students who 
are here longer than in FVC days whose 
experience tends to inform student opinion 
about rightful expectations of instructional 
standards. Complaints about uneven 
standards were aired in the students’ sessions 
on 26 October, which I attended. Since last 
summer, student complaints played some 


role, in two terminations, and a demotion. A 
fourth case did not lead to discipline, 
although this may have resulted without FSA 
intervention. 

At present there can be as many student 
complaint handling procedures as there are 
supervisors, leaving aside other employees 
such as counsellors who are called upon to 
listen to complaints. Students are presented 
with a patchwork of informal procedures and 
UCFV policies (sexual harassment, academic 
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appeal that mainly concerns grades, an 
instructional policy that has no dispute 
resolution mechanism, and a general appeal 
to the President). Many complaints are 
lodged, relayed to the instructor, and 
addressed right away. The FSA becomes 
involved when complaints emerge, willy- 
nilly, in the employee’s work performance 
summaries, outside the agreed upon 
evaluation process. The FSA reacts with the 
following in mind: 

1. UCFV directs the workforce according to 
the Labour Code and Article 4.1 in the 
Collective Agreement. While these 
provisions give UCFV and its 
supervisors a good deal of latitude or 
discretion, arbitrary capricious or 
discriminatory action is proscribed. 

Also, all employees are entitled to know 
what the rules and procedures governing 
them are. This is usually done through 
UCFV directives or policies that are 
posted. Since there is some confusion 
about policy and procedure concerning 
student complaint handling and in many 
cases no policy at all, the likelihood of, 
say arbitrary action is substantial. Since 
informal complaint handling differs 
sector to sector at UCFV some 
employees may be subject to procedures 
of no set variety here and another 
assortment there. 


Timetable Committee 

Ask any department head and they will 
tell you that one of the biggest headaches of 
their job is time tabling. Shortened blocks, 
room shortages, budget restraints, faculty 
preferences and constraints, and a myriad of 


2. UCFV, through its supervisors, is 
obliged to heed the preamble in Article 
16 of the Collective Agreement: "Before 
formal disciplinary measures ... are 
initiated, the Employer should make all 
reasonable steps to discuss and resolve 
the issue with the employee. " 

3. The "just cause" provision in Article 16 
must be observed when UCFV 
disciplines. The burden of proof rests 
with the employer. For example, the 
FSA accepts evaluation results gathered 
according to the evaluation policy which 
is set down in writing and generally 
known, available on request and so on, 

If the work performance summary cites 
below standard scores, we turn to the 
data to see. If student complaints are 
cited, we turn to the documentation. Is 
there a written complaint, signed and 
dated, or paperwork to this effect that 
can be verified? 

It’s not the FSA’s responsibility to 
manage the workforce, but we do inform 
UCFV when its methods are vague, unclear, 
etc. We have done so. Here the matter 
rests. The President may issue a directive or 
refer the matter to UCC. In the meanwhile, 
we handle cases involving student complaints 
upon request and a case-by-case basis with 
the three caveats (above) in mind. 

-Bob Smith 


other little problems add up to make time 
tabling really ugly. 

As Julie Williams and I spend about six 
months of our year working with department 
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heads timetabling, we know what they go 
through. We felt there had to be a better 
way of doing things even though we had to 
work within the above constraints. Last fall 
a timetabling committee was set up consisting 
of ourselves, Bill Cooke, Ernest Kroeker, 

Don Tunstall and Scott Fast. Julie and I 
presented a proposal to the committee 
outlining a new way of producing the time 
table. Our proposal was accepted and will be 
implemented in the Fall of 1995. It will be 
the beginning of a fixed timetable. Some of 
the more important changes are as follows: 

Department meetings will no longer be 
held on Wednesdays, Week 3; instead 
they will be spread across Week 1 of the 
meeting schedule. Every department will 
hold their meeting for two consecutive 
blocks, or longer if needed, in either 
E245 or E246 of the board room. This 
frees the board room up on Weeks 2, 3 
and 4 for committee meetings and makes 
better use of it during the rest of the 
week. All instructors, including 
sessionals, will be able to attend their 
department meetings as there will not be 
any classes of that particular department 
scheduled into the meeting blocks. 


Within the next few weeks department 
heads will be sent a memorandum from 
Bill Cooke asking the number of sections 
anticipated for next fall and winter, the 
length of each class, and the number of 
students expected. We will use this 
information to determine how many 
blocks each department needs and allot 
space in the appropriate number of 
rooms. Departments themselves will 
decide what goes where in the space 
assigned. By doing this we will 
eliminate the competition for the blocks 
between 10:00 and 3:50. 

The blocks will remain one hour and 
twenty minutes because if we lengthen 
them to the old one hour forty minutes 
we can’t get everything in. However, all 
English courses and many of the 
Biology, Chemistry, Mathematics and 
Physics offerings will be two and one- 
half blocks a week rather than two. 

Departments will not be expected to offer 
Saturday classes unless they want to, and 
nothing will be scheduled into the theatre 
unless it is requested. 

If you have any questions please call me 
at local 4390. 

-Beverly Lowen 


CIEA Presidents’ Council Meeting News 


An Evaluation Committee was struck at 
the April meeting of Presidents’ Council in 
order to determine an evaluation process for 
the purposes, goals and objectives of CIEA. 
Included in this was a directive to examine 
the role of the President of CIEA. The 
purpose, as stated in the motion, was "to 


establish if we are meeting our objectives and 
how we can improve. " 

Attached to the motion were 
recommendations from the Ad Hoc 
Committee on Evaluation. These were 
approved in the June meeting of President’s 
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Council. Included was a section on 
evaluation tools. This recommended that a 
questionnaire be developed for target groups 
within CIEA. 

In the September 1994 meeting of 
Presidents’ Council, the Evaluation 
Committee recommended that, due to the 
complexity of the task and the expertise 
needed, the committee be directed to solicit 
information and quotes from companies with 
the appropriate knowledge and background. 

In order to accomplish this, President’s 
Council voted that $10,000 be made 
available. 

Evaluation Committee members met with 
the three firms putting in bids. The 
Evaluation Committee was guided to some 
degree by the recommendations of these 
companies as to the format of the 
questionnaire and the target groups. The 
companies recommended the following: 

1) that the survey be in the form of a 

telephone interview; 


2) that the target group for the interviews ^ 
be expanded to include responses from 
the general membership of the locals. 

As a result, the proposals from the 
bidding companies included both of these 
factors. 

In the January 1995 Presidents’ Council 
meeting, the following recommendations from 
the Evaluation Committee were approved: 

1) that the survey be undertaken by 
Viewpoints Research and that this be in 
the form of a telephone interview; 

2) that the survey consist of a sample of 
200 active CIEA members in an in-depth 
interview, and 300 general members who 
will be given shorter interviews. 

The Evaluation Committee will now 
work with Viewpoints as they carry out this 
survey. Each local is requested to provide an ^ 
up-to-date list of members’ names, addresses 
and telephone numbers to be used in 
developing the target groups to be 
interviewed. 

-Diane Griffiths 




January 1995 


FSA Newsletter 


I 


11 



AIDS Education 


As of December 31, 1994 there were 1,000,000 reported cases of AIDS, 
probably 3,000,000 unreported cases, and over 17,000,000 estimated to have 
HIV infection. 

-World Health Organization 


Each year, December 1 is designated 
WORLD AIDS DAY— a day set aside to 
raise our awareness of the devastation of 
AIDS on our world. This year the theme 
was "AIDS and the Family." We are 
realizing more and more the effect of AIDS 
not only on the persons infected but on their 
family and friends as well. The Valley AIDS 
Network with the backing of the Occupation 
Health & Safety Committee, Student Society, 
and the International Club set up a booth on 
December 1st in the Great Hall on the 
Abbotsford campus to provide information for 
those interested. We were also fortunate to 
have a panel of the AIDS quilt for display. 

' w At a noon forum, we heard about the global 
effect of AIDS, information on YouthCo, the 
stories of a young mother who is HIV and a 
man living with AIDS, as well as a mother’s 
response to Advent since the loss of her son 
to AIDS. 


For those who are not familiar with it, 
"A.I.D.S." stands for: 


Acquired 

Immune 

Deficiency 

Syndrome 


- not bom with 

- body’s defence system 

against disease 

- not working properly 

- a group of symptoms 


AIDS is widely believed to be caused by 
a virus called HIV (Human Immuno- 
deficiency Virus). HIV is mainly transmitted 
through a) unprotected sex, b) infected blood 
or blood products, and c) sharing or re-using 


needles or syringes. HIV cannot live on its 
own or in the air or water. 

It takes approximately 3 months to be 
able to detect HIV in a blood test and up to 8 
or more years where there may not be 
symptoms. You can pass the virus on to 
others during this period. When the vims 
becomes more active the immune system is 
starting to weaken (AIDS). 50% of the 
people who are HIV + today will develop 
AIDS in the next 8 years. 

It is very difficult to talk about AIDS and 
not appear negative or "preachy," but it is 
important to deal with the reality of AIDS, so 
that we talk from knowledge, not ignorance. 
For instance, by the year 2000 women will 
make up 1/2 of the world’s new AIDS cases! 

On December 3, 1994, Elizabeth Glaser 
lost her long battle against AIDS. Who you 
ask is Elizabeth Glaser? She was the wife of 
actor-director Paul Michael Glaser ( Starsky 
and Hutch ) who contracted the vims in 1981 
from a tainted blood transfusion after the 
delivery of her daughter Ariel. She passed 
the vims to Ariel through breast milk and 
discovered she was HIV + after the birth of 
her son Jake who is also infected. Ariel died 
in 1988, turning her mother into an activist— 
Elizabeth co-founded the Pediatrics AIDS 
Foundation. Here is a story of a 
husband/father who may over time have his 
whole family wiped out due to this 
devastating vims. Over the years the 
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Glaser’s suffered physically and emotionally 
(from the fears of others and social 
discrimination) but through it became activists 
for education and research. Their story was 
my inspiration to become involved in some 
way in the education of AIDS. 

AIDS education is not always received 
enthusiastically particularly in a community 
such as Abbotsford. There are many 
conflicting views about what should be taught 
(or more likely not taught). We many times 
forget that HIV does not recognize gender, 
race, class, national borders or value systems. 
It is a shame when some place more 
importance on their fears and on their 
personal views and values re sexuality and 
morality than on human life. I came across 
an interesting poster recently that read: 


Fable 


The Golden Ball 

System is only the tail of truth, but 
tail in your hand— and run away. 


Once upon a time there lived a great 
sage. He was the last of an ancient and 
noble family. The sages said that when he 
left the earth, the era of the deep ones 
would be over. 

Thorall was the name of the sage. He 
always carried a golden ball in the thick fold 
of his long, gray garment. Each morning 
and evening he gazed into it, and its power 
shone through him. 


AIDS Attacks the Body 
Prejudice Attacks the Spirit 
One is caused by a virus. 

One is caused by ignorance. 

BOTH CAN KILL 

The red ribbon worn symbolizes support 
and compassion for those whose lives have 
been touched by HIV/ AIDS. It is sometimes 
referred to as "a ribbon of Hope" — "together 
we can... hope, educate, prevent, support, 
love and remember. " 

If you wish to have more information on 
HIV/ AIDS or to be involved in any way 
locally, please feel free to contact me at 
4272. 

-Mary-Grace Grant 
Admin. Assistant, Library 
Secretary, Valley AIDS Network 


is like a lizard; it will leave its 
-Ivan Turgenev 

The moment arrived when Thorall 
realized his task was completed. He cleaned 
out his small cabin, left his manuscripts in 
order, stroked his hawk for the final time 
and began his long trek to the ancient 
mountain. After hiking for many months, he 
reached the sacred peak, and as he stood on 
the snow packed pinnacle, he took the 
golden ball, slowly, sadly from the fold of 
his wind blown cloak. He held it tight, 
gazed into its depth for the final time. 
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knowing that if he were to enter into its 
fullness, he would have to leave it behind. 
Then he raised the ball high above his head, 
and as he did the sun shone and glistened in 
sparkling rainbow hues off its surface. Then 
Thorall threw the ball to the earth. 

The golden ball smashed into a 
thousand pieces, and the wind carried the 
shattered fragments across land and sea. 

In time, one person found a small piece 
of the golden ball, then another person 
found another piece, and people throughout 
the earth began to find more bits and pieces 
of gold. Each person was convinced that 
the bit they found was the biggest and most 
important piece, and soon communities, 
traditions and texts developed, each 
committed to describing the origin and 
meaning of their fragment of gold. 

The sages wept and some of them left 
the sacred mountain to warn the people of 
their folly, but they were either stoned, 
banished, tortured or imprisoned. 

The people continued to write more 
books about their piece of gold, and soon 
communities fought one another over which 
history and interpretation was correct. 
Expensive and ornate buildings were erected 
to house this sacred object and rituals were 
instituted so people could approach the 
fragment of gold in the proper way. 
Guardians were trained by local communities 


to protect their piece of gold, and it was the 
responsibility of the guardians to teach the 
children how their bit of gold was the best 
and most brilliant. 

A large movement arose amongst the 
dissatisfied ones, and they attempted to 
collect all the scattered pieces of the golden 
ball and put it together again. There was 
much resistance at first, and much money, 
many committees and centuries passed 
before the leaders of the reunion movement 
accomplished their task. 

One day, the greatest of the sages 
returned, and he saw the people of the earth 
bowing before the golden ball. He strode 
into their midst, eyes flaming, his gray cloak 
billowing behind him and his long, silver hair 
rushing off his shoulders. He reached the 
centre of the people just as the holiest of 
rituals reached its rhapsodic peak, and he 
took his staff, which by now had become a 
beam of pulsing light, and with all the 
turbulence and power of a rushing current, 
he smashed the golden ball into pieces. 

The guards of the holy festival arrested 
the sage, and the next day the people 
agreed that he should be executed, and so 
they killed him. But as he was dying, the 
sage looked into the eyes of a small child in 
the crowd, and he reached out his hand to 
the child and passed on the fullness of his 
light. Then the sage was gone. 

-Ron Dart 
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Notices 



The following notice was sent to lan McAskill, Pension Liaison Officer, from CIEA for distribution. 
Note: there is no cost for attendance. 



January 1995 
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PENSION ADVISORY 






Is there anyone out there with past credit with the 


ALBERTA TEACHERS’ RETIREMENT FUND? 




i 


It appears the reciprocal agreement between that and the 
BC College Plan may lapse and the Superannuation Commission needs you 
to make yourself known to them. 



See Fenella or lan McAskiU for more information 


: 

I 

i 

: 


: 




FOR SALE 


TOSHIBA TF-331 FACSIMILE 




The FSA is selling a used FAX machine which needs 
repair work done on the scanner. 

Bids to be sent in a sealed envelope marked "FSA FAX - BID" 
to the FSA Office, Abbotsford by February 10th, 1995. 

Call Ext. 4530 for further information 
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